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ealth and drug testing .

Work- life balance

Presenteeism Uied
Electronic privacy and data protectig
Promotion

Firing

Disciplinary proceedings
Participation of workers in works z
councils and trade unions __
Participation in the company’s decisions
Working conditions

Occupational health and safety

Equal pay for equal work

Industrial action

New forms of work

Whistle blowing and speech

Fair treatment in the interview
Non-discriminatory rules for recruitment

" Employee duties

Issues involved

(i) Duty to comply with labour contract

ii) Juty to comply with the Jaw

ii) “Duty to respect the employer’s property

(@)
(b)
(c)
(a)
()
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(b)

()

Acceptable level of performance

Work quality

Loyalty to the firm

Bribery

Working time

Working time for
Unauthorized use of company resouirces
private purpose

Fraud, theft, embezzlement PSR

“Component of cost of Production
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by the law, such as minimum wage laws, fair labour standard
kg bm notrely solely on the market. s s
ere Will be the mass of unemployed, desperately poor people uting

accept i , consi
i) g:re subsistence wages/salaries.
2 1:;2:( p?al:ea:?gat:;; aspects i.e. health & safefy and job satisfaction. Health and

« Radiation
» Mercury, lead, beryllium, arsenic, corrosives, poison etc.
Employer has a duty in such case to take steps to ensure that the workers are:

- not being unfairly manipulated into accepting a risk unknowingly, unwi llingly (i.e. all information

about hazards to the jobs are made known to the workers and they will be allowed to work as per
their free consent.)

- not working without due computation (i.e. wage/salary should be offered in such a way that reflect
the risk premium prevalent in other similar competitive labour markets.)
- ensured against unknown hazards (with suitable health insurance programmes.)
rimination: The word ‘discrimination’ in the proper sense means ‘to {nak_e distinctions’. How-
ever, in the context of employment issues people nearly exclusively talk ?f tdISCf imination’ when in fact they
mean “unfair’ or ‘unjust’ discrimination. Discrimination in busmests c?i?chlx ;ﬁ;;lr; :Vhen .emplo.yees receive
preferential (or less preferential) treatments on grounds that are ’:_‘(’J e they workela o their qualification ang
performance in the job. The most common bases for discrimina lrelated it Pe r;: are race, gender, age,
e disability and.nationa]ity' However, any factor that 1s ul s r-:ce IsJexuarima{lce m-lght be used
s s : .- cluding marital status physical app > orientations, or even,
discriminate against employees, e {zations now are having to come to terms with the £
gender reassignment. Accordingly, many of s

igi racial, national and cultura] act their
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- ._ - ﬂshtt'opﬁva | ist
oneself, and to control situations where such information coul |
to Michele Simmes (1994), there are four different types of privacy s

« Physical privacy: Physical inaccessibility to others, and the right to ‘one’s own space’. e.

; wl'tich phoegl?vseillance cameras in employees’ private rest areas might be said to

« Social pﬂp\l:lamreedom to interact with other p?ople and in which ever way we-selqc_;;_g
employers may threaten social privacy by suggcfstm g that empfloyees, should not brmg their firm ine

‘disrepute’ by behaving in an ‘unacceptable’, ‘immoral’, or ‘illegal way during their socia] lives,

» Informational privacy: Determining how, when and to what extent private data about employees
or organizations can be released to other. This can be breached, e.g. when employers hire Private
security firms to make investigations about employees without-due and reasonable cause,

* Psychological privacy: Controlling emotional and cognitive inputs and- outputs , and not being
compelled to share private thoughts and feelings. e.g., psychological privacy is threatened whep
retailer introduce programmes aimed at making sure employees smile and appear happy in front of
customer.

ng conditions: The right to healthy and safe working conditions has been one of the very first

ethical concerns for employees, right from the early part of industrial revolution. It includes the following:
Presenteeism

0
o Fair wages
o
0

Freedom of conscience

Freedom of speech in workplace
0 The right to work
o Flexible working patterns
Employee participation and associations

. (DSexual Harassment : The issue of sexual harassient is getting wide attention by organizations and

media because of entry of female employees, especially in non- traditional work environment. In India and
abroad, courts have held in several cases that employers have an affirm ative duty to maintain a workplace fre¢
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includes harassment on the basic of se se.nr.oﬂ'ed
et ; : X that has the purposé @ ~ .
of substantially interfering with persons work performance or creating an intimidating, hostile, or offé"% :‘_
> Equall Employment Opportunity Commission: d sl o)
i g , ¢ sexual advances, requests for sexual favours, and 08182 5 |
sl conduct of a sexual nature that takes Place under any ogthe following conditions. *ﬂ
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is made either explicitly or implicitly a term or condition of a

e ﬁuof such conduct by an individual is used as the basis for employment
uch individual.

masﬂwe purpose or fﬂ’fect Or unreasonably interfering with an individual’s work per-
yr creating an intimidating, hostile or offensive work environment.

issment i_s a case of unequal power in the work-place. It is about one individual control-
‘another individual. In other words, a person uses

anot ; . coercive power over another person with
‘satisfying some of his sexual needs. It is not only wrong, but illegal also.

| harassment:

jtan organization, there could be two situations where sexual harassments may be alleged to have been
These include:
~ (i) Quid Pro Quo : In a quid pro quo situation, the victim is forced to offer sexual favours in return
~ for, say, either a promotion, a posting, a non transfer, or a raise in pay. This is a straight forward
situation, where it is easy to establish the guilt or the lack of it.
(i) Hostile Work Environment : This is a more complex §;cer§ar_io. The word ‘ljostile’ can mean a va-
riety of thing, from obscene remarks to gender-based discrimination to making physical advances,
The effect, however, should be that, it interferes with the concerned employees performance and
creates an offensive work environment.

ines for Employers to check Sexual Harassment

ol : i f sexual harassment in th
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g ﬂ] I“l instances and improper caﬂduct t? " M
oremployees oregiser el orce, SO e eve
icions of misconduct to 2ls

slicy of encouraging employees ?}?‘“we;ff\fa designated official- often c‘alled an om
i w—— qumﬁml:yoblowing does not necessarily involve “going public” and
- handli . W‘m-_mﬁ' There can be internal as well as external whistle -blowing,
R o ?Wnleasoro take into account to whom the whistle is blown. In both i
WO o whistle- blowing 't;?; i formation must be revealed in ways that can reasonably be expected to bripg
:T whnle-blm mngﬁmly passing on information about wrong doing to a third party does not necessar.
o ug:ﬂ:?eﬁb;?‘i‘nlzjgﬁnation must be something that is done voluntarily, as opposed to being]em

required, although the distinction is not always clear. . _
Sixth. whistle- blowing must be undertaken as a moral protest; that is the motive must be to correct some

wrong and not to seek revenge or personal advancement. This is not to deny th'at a person with lncrﬂnmatmg
evidence could conceivably be justified in coming forth, whatever be the motive. People “go public” for all
sorts of reasons - a common on being fear of their own legal liability and by doing so, they often benefit the

SUDE

Putting all these points together, a more adequate definition of whistle- blowing is as follows: whistle-
blowing is the voluntary release of non- public information, as a moral protest, by a member or former member
of an organization outside the normal channels of communication to an appropriate audience about illegal
and'or immoral conduct in the organization or conduct in the organization that is opposed in some significant
way 1o the public interest.

The ethical justification of whistle-blowing might seem to be obvious in view of the laudable public
service that whistle-blowers provide. However, the main stimbling block in justifying whistle-blowing is
the duty of loyalty that employees have to the organisation «f which they are a part. The public service that
whistle-blowers provide has to be weighted against the disruptive effect that the disclosure of information
has on bonds of loyalty.

Accord.mg to one argument, an employee is an agent of an employer. An agent is a person who iself'
Bl T et s i s 214 rinip)and s athoied t et n R
B s e servic o o clieﬁt . iona s,‘suc 1as Iawye.rs and accountants, who are called 11]3'on h

: ¥ - Employees are also considered to be agents of an employer in that theY
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violated when an employee blows whistle, 'ation, and above all, to be loyal, All these S8
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life to an employer. - s Y- SR
s more likely to be effective when an employee presents the charge in :
is especially important that a whistle blower stick to the impo SSues anc s
les or making personal attacks on the persons involved. Organizations often seek to
ower by picturing them ad disgruntled misfits or crazy radicals, intem

e the whistle-blowers own credibility. Many whistle blower recommended developing ﬂ
& without blowing the whistle impulsively, they think out each step and anticipate the

)

istle blowing is justified because of some good to the pubic, it is important to blow the
ere is a reasonable chance of achieving that good. Whistle blowing may be unsuccessful
Sometimes, the fault lies with the whistle- blower who fails to make a case that attracts
1 or to advise an effective plan of action; other times it is simply that the organization is

ﬁie public not sufficiently responsive. .
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